Job satisfaction is a requirement for the work performance of the teacher. This study determined the relationship of teachers' job satisfaction and their work performance in the Division of Misamis Occidental during the school year 2018-2019. One hundred and four (104) school heads and three hundred and thirteen (313) teachers responded to the study. The researcher used the descriptive-correlational research design; and the Teacher Job Satisfaction Survey Questionnaire (TJSQ) and Individual Performance Commitment Review Form (IPCRF) as instruments. Mean, standard deviation, and Multiple Regression Analysis were the statistical tools used. Findings revealed that the teachers were highly satisfied with their job, and their work performance was very satisfactory. The satisfaction of teachers on school heads' supervision and job security inversely affect the teachers' work performance. Schools have to be provided with the faculty lounge so teachers can talk freely on their well-being. Human Resource Department officers have to include in their teacher retention strategies the teachers' welfare packages. Future researchers have to look into other factors that might predict the teachers' work performance.
Introduction
Job satisfaction plays an essential role in the overall commitment and productivity of the school organization. The teachers' job satisfaction significantly influenced their commitment to the organization. Teachers who are satisfied with the job are also committed to work in the organization. The more the employers are health security creditability, and meeting basic requirements can be achieved when performance is better [4] .
Job satisfaction had a positive effect on life satisfaction [5] . Motivation had a significant positive correlation with a willingness to stay with a job, while extrinsic motivation, integrative motivation, and demotivation had a significant negative relationship with a desire to stay with the job. The results of synchronous multi-variate regression indicated that six components of self-determined job motivations had multiple significant correlations with job satisfaction and willingness to remain with job among female elementary school teachers [6] .
Male teachers are less satisfied than female teachers [7] . However, female teachers appeared to experience more personal accomplishment and job satisfaction than male teachers. Similarly, in Delhi, job satisfaction significantly differed between male and female but no difference between institutions [8] . Teachers who graduated from arts and sciences were found to have a higher level of personal accomplishment, and job satisfaction than teachers who graduated from education [9] .
In Southern Tulare County, California, the teachers at each school have moderately high to high levels of job satisfaction. Teacher job satisfaction has a direct impact on teacher retention, instructional performance, positive school climate, and increased student achievement [10] . Another study was conducted from six government secondary schools in the district of Penampang, Sabah, Malaysia. The teachers found to be reasonably satisfied with their job, with the responsibility factor as the most significant contributor to job satisfaction. Based on the years of service in their current school, a statically significant difference in the level of job satisfaction among the teachers was noted. Secondary schools in Sabah have a positive and open climate, with the professional teachers' behavior factor as the most significant contributor. The results indicate the necessity to provide a positive organizational environment [11] .
Turkish elementary science teachers experience a high level of personal accomplishment and job satisfaction. As class size and weekly course hour increase, elementary science teachers tend to experience more emotional exhaustion but less job satisfaction. Professional community, collaboration, and teacher control are predictive of satisfaction, and these also have interactive influences.
The association between teacher collaboration and job satisfaction, as well as that between control over classroom policy and job satisfaction, is most pronounced in schools with weaker professional communities [12] .
Job satisfaction is a significant influence on whether teachers are willing to encourage others to join the profession. Job demands were the most significant predictor in the model, while extrinsic motivations were the only negative predictor in each model [13] . Teachers were less willing to encourage their family members, including their children, while being more willing to promote either students or student teachers, to join the profession. Spirituality and general job satisfaction were moderately and positively correlated. Spirituality is related to job satisfaction for selected teachers. However, it is not related to the general job satisfaction scale [14] . Job satisfaction is strongly associated with psychological aspects. Those who are satisfied with the job are also emotionally adaptive and satisfactorily enjoyed [4] . Teachers from six universities in Shenyang, China had a moderate level of job satisfaction. Demographic and working characteristics were associated factors for job satisfaction. Perceived organizational support showed the most active association with job satisfaction [15] .
The grade level taught revealed a moderate difference in job satisfaction perceptions. The most satisfied teachers are teaching from high school, while the least satisfied are coming from middle school level. As the years of teaching experience increases, the level of job satisfaction decreases [16] .
The innovative role of a teacher as facilitator in the classroom is different from the part of the controller and organizer of all activities that s/he plays in a traditional class. Facilitation involves lowering the teacher's authority by endowing more powers to learners for more initiative and responsibility. In the conventional teacher-fronted classroom, the learner is always under the firm control of the teacher who decides what to do, while in a learner-centered classroom, the teacher instead, a facilitator is expected to let go of some of his or her power. Learner-centeredness allows the learner higher authority to do most of the activities of the lesson [17] .
The quality of the performance of the licensed teachers in planning the lesson was low. The license or certificate that they have does not guarantee an increase in the teachers' teaching performance, especially in lesson planning [18] . In Central Java province, the variables competence, motivation, and innovativeness had a positive and significant impact on performance variables. The most dominant factor affecting the performance and innovation of mathematics teachers is competence [19] . The teachers' performance improved through attitude modification, work motivation, and favorable organizational culture in schools [20] .
Teacher's satisfaction is crucial for better teaching performance. Results showed that excellent teachers had low satisfaction in terms of "personal growth"
and "supervision" [21] . Structural relationships among innovative school climate, knowledge sharing, work engagement, and knowledge creation activities among high school teachers in Korea were examined. The results indicated that a creative school climate positively influences teachers' knowledge sharing and work [22] . The strong and significant relationship among the work-life balance and work-family conflict, family-work conflict, work environment, and feelings about work was found. Feeling about work is the most influencing factor of work-life balance. Attitudes about work, conducive work environment, reduced work-family conflict, and reduced family-work conflict resulted in stable work-life balance and ultimately on job satisfaction for the employees [23] . Teachers generally having a negative attitude towards pay-for-performance were seen. Teachers felt that morale and teacher collaboration would be affected negatively as well as increasing stress levels. Having pay-for-performance based on individual student achievement or standardized tests was also seen as a negative result [24] .
In public primary schools of Calabar, a study revealed that head teachers' decision-making strategy and leadership style have a significant influence on teachers' task performance in the sampled schools. Also, head teachers' communication skills significantly relate to teachers' task performance in the area. Proper managerial behavior to boost teachers' morale towards high task performance has to be adopted [25] . [26] found that differences and relationships exist between teachers and principals in terms of how much they believe specific leadership practices influence school performance. Principals tend to see challenging teachers' past beliefs about their work and assumptions about students as a more influential leadership practice concerning school performance. While both teachers and principals feel that providing individual support is essential, only principals believe that building vision is necessary.
In the Philippines, a study in the Lyceum of the Philippines University, Batangas City, the job satisfaction of the teaching and non-teaching staff was conducted. Results revealed that LPU-Batangas had a high level of job satisfaction in terms of maintenance/hygiene factors and satisfiers/motivation factors. There was a significant relationship between hygiene and motivation factors based on the level of job satisfaction of teaching and non-teaching staff [27] .
Another study in the Philippines revealed that teachers who are satisfied with their teaching assignments or jobs were predominantly female, equipped with a Masters' degree, and with an average teaching experience of nine years. The employees expressed strong agreement with university practices such as setting clear goals, encouraging innovation for organizational effectiveness and continuous improvement through a quality management system [28] . However, educational attainment and experience are the most important factors for predicting success as an administrator in higher education [29] . Job enrichment has to include not only the knowledge, experience, and skills of administrators but the context and working conditions of employees.
High-performance work systems, directly and indirectly influence teachers'
in-role performance and extra-role behavior through the mediation of the quali- ships between high-performance work systems and employee's work behaviors [30] . Structural relationships among learning-organization culture, self-efficacy, work engagement, and job performance in Korean workforce institutions were conducted. Teachers' self-efficacy positively affected their work engagement and job performance, and the relationship between work engagement and job performance was statistically significant. Also identified were the mediating roles of self-efficacy and work engagement on the relationships between the learning-organization culture of workforce-education schools and the teachers' job performance [31] .
There was a difference in the teachers' teaching performance between those teachers teaching in different schools and those teachers teaching in the same school. The basis for promotion and professional development was only the students' tests scores, without considering the increased teaching loads that they have. Teachers' autonomy and performance have to be also considered to improve the quality of teaching [32] . However, independence and work-life balance were related significantly to the teachers' job performance, but workload did not contribute to the job performance among school teachers [33] .
Many professions are considered delicate and challenging. Some teachers were afraid that they did not have the skills necessary for teaching children [34] .
Creating a healthy learning environment is of paramount concern to most teachers, and appropriate development of that environment is a challenge faced during student-teaching [35] . Thus, managing a classroom is a must skill introduced in as early as practice teaching.
A study that assessed the relationship between teacher retention and job security in private secondary schools in Ogun state, Nigeria revealed that retention strategies and job security were related significantly in private secondary schools [36] . The empathetic concern of the selected principals had contributed positively to the work performance of teachers. Rewards and punishment did not impact to the improved performance of teachers. Teachers who worked in schools that implement Positive Behavioral Interventions and Supports (PBIS) had better performance rating in posting, teaching, reviewing, monitoring, and reinforcing expectations than those who did not. Additionally, teachers with exclusive education license were a better performer in maximizing structure, using different strategies and techniques in classroom management than those who were not [37] .
As educators, it is necessary to look into the factors related to teachers' job satisfaction that may affect their work performance. Hence, the researchers would like to determine the relationship between the teachers' job satisfaction and their work performance. nuum. An employee needs to meet the motivating factors like pay and benefits, recognition, and achievement so that he will be satisfied with his work. However, the absence of "hygiene" factors like working conditions, company, policies, and structure, job security, interaction with colleagues and quality of management, the employee will be dissatisfied with his job. If an employer wants to motivate his team to perform better in the company, then he needs to focus on factors that lead to satisfaction like achievement, recognition, and responsibility [38] .
Theoretical Framework

Objectives of the Study
This study determined the relationship on the teachers' level of job satisfaction and their work performance in the Division of Misamis Occidental. Specifically, the study answered the following objectives:
1) Determine the teachers' job satisfaction as to supervision, colleagues, working conditions, pay, responsibility, work itself, advancement, security, and recognition;
2) Determine teachers' work performance as to teaching-learning process, pupils' outcomes, community involvement, professional growth, and other accomplishments; and
3) Explore the significant relationship between the teachers' job satisfaction and work performance.
Methods
Research Design
This study used descriptive-correlational design. The research design is used to explain phenomena, attitudes, opinions, and behaviors or other defined variables by collecting numerical data which are analyzed using statistically based methods [39] . The descriptive-correlational design was appropriate for this study, which assessed the teachers' job satisfaction and work performance.
Research Setting
The study was conducted in the first and second Congressional Districts of the 
Respondents of the Study
Research Instruments
The following research instruments were used in the gathering of data and information in the study. 1) Teacher Job Satisfaction Survey Questionnaire (TJSQ). It is a 62-item questionnaire with nine constructs, adopted and modified from (Lester, 1987), designed to measure the level of job satisfaction of teachers. Responses were solicited using a five-point scale ranging from 5 (always) to never (1) . Five experts validated the tool for them to decide whether to retain, revise, or reject the indicators. After which, the corrections of the experts were incorporated into the final draft. It was then pilot-tested to teachers who were not included as the respondents of the study. The Cronbach's Alpha coefficient was 0.96. Hence it was valid and reliable.
The following continuum was used to determine the teacher's level of job satisfaction:
Responses Continuum 
Data Collection
The researchers secured a certification and letter of request from the Graduate School of Misamis University. Then, approval of the Schools Division Superintendent in the Division of Misamis Occidental was sought for the conduct of the study. Similar permission was obtained from the District Supervisor of the second Congressional District of the division of Misamis Occidental and the principals of the elementary schools. The researcher personally did the actual data gathering. The data gathered were tallied, organized, treated statistically, 
Ethical Considerations
The following were the ethical considerations observed by the researcher to ensure the integrity of the research process: 1) informed consent of the participants and respondents had been obtained before involving them in the study; 2) members of the sample group had not been subjected to coercion in any way; 3)
privacy of the research respondents had been ensured, so that no personal data were collected from the respondents; 4) research respondents had been debriefed about the aims and objectives of the study before the primary data collection process ; 5) works that do not belong to the author of this paper had been acknowledged using APA referencing system in an appropriate format; 6) analysis of data was filtered through the researcher's particular theoretical position and biases; 7) in case of harm inflicted by the researcher, the research was held responsible, and 8) top priority and confidentiality was maintained at all times during the conduct of the study.
Data Analysis
With the use of Minitab software, the following statistical tools were used in interpreting the data of this study:
Mean and Standard Deviation. These were used in determining the teachers' level of job satisfaction and work performance.
Multiple Regression Analysis was used to explore the relationship between the teachers' level of job satisfaction and work performance.
Results and Discussion
Teachers' Level of Job Satisfaction
Data in Table 1 recognized in the teaching career through rewards and other forms. However, the teachers rated compensation and recognition the lowest among all areas, though they are still very highly satisfied. Hence, the organization has to look into how to improve these areas.
Employees who are satisfied in the job are adaptive emotionally and enjoyed satisfactorily [4] . Job satisfaction is essential to the success of the situation. It leads to a higher efficiency rating and increases the level of motivation. Adaptability, job motivation, and job success may influence the creation of job satisfaction [4] . The satisfaction level of excellent teachers which was low in terms of personal growth and supervision [5] contradicts to the finding of this study since all factors are rated very highly satisfied and highly satisfied.
Teachers are essential factors in the teaching-learning process. It is vital that teachers are satisfied with the working conditions that they have for them to perform well and therefore, deliver quality education to students. They have to be given attention by their immediate heads or supervisors. These can be done through the visibility of the principal/school heads or supervisors. It is also essential that the colleagues are supporting each other. Unity among the members will give a significant impact to the organization as they will embody the sense of responsibility of all of their actions. School heads have to ensure that due recognition for teachers with exemplary performance in the school is done to boost their self-esteem, thus provide them with the feeling of security of their work. Advancement in the profession has to be also ensured to help the teachers increase their self-efficacy and eventually improve the quality of teaching.
Teachers' Work Performance
The teachers' work performance in general (Table 2) The overall performance of teachers indicated that the teachers were able to carry their job very satisfactorily in the teaching-learning process, in initiating activities that promote parents and community members' participation, and in updating themselves through attending seminars, workshops, and conferences.
However, teachers were excellent or outstanding in monitoring and evaluating pupils' progress and providing remedial instructions for slow learners beyond class hours.
Teacher's performance could be improved through attitude modification, work motivation, and favorable organizational culture in schools [20] . Some teachers were afraid that they did not have skills necessary for teaching children [34] but for some, creating a healthy learning environment is of paramount concern and challenges faced during teaching [35] .
The very satisfactory performance of teachers contradicts to the study of [18] which stated that teachers' performance in planning the lesson was low. The most dominant factor affecting the performance and innovation of is competence [19] . The focus of teaching and on teachers' autonomy is needed to achieve the goal of improving the quality of education [32] . Independence and work-life balance had a significant impact on teachers' job performance [33] . Promoting perceptions of meaningful work might contribute to higher work engagement, better self-ratings of performance, and retention of teachers [40] .
To enhance the performance of teachers in the teaching-learning process, the school has to invest and allocate an adequate amount for the professional devel- 
Significant Relationship between the Teachers' Job Satisfaction and Work Performance
Regression analysis was used to explore the predictors of the teachers' work performance which resulted to p-values lesser than 0.01 alpha level (Table 3 ). Data revealed that among the nine factors in teachers' job satisfaction, only two factors-supervision (β = −0.09; t = 2.93, p = 0.004) and security (β = 0.10; t = 2.85, p = 0.005) affect their work performance. Other factors like colleagues, working conditions, pay, responsibility, work itself, advancement, and recognition do not affect the teachers' work performance. These factors are not the predictors of work performance of teachers. The regression equation (Overall Work Performance = 4.056 -0.09 Supervision + 0.10 Security) indicates that 9 percent of teacher' satisfaction of supervision factor affects their work performance and 10 percent of the teachers' satisfaction on security affects their work performance. It implies that when the teachers' level of satisfaction in terms of supervision increases by one unit, their work performance decreases by 9 percent. The more their school heads supervised closely, the less they perform on their job. They do not want to be tightly controlled by their school heads. However, when the level of satisfaction of teachers increases by one unit, their work performance also increases by 10 percent. The more the teachers feel secure in their job and their future, the better is their work performance.
The data with (r 2 = 3.98%) shows that only 3.98% of the teachers' work performance is attributed to their job satisfaction in the area of supervision and security; while the remaining 96.02% is attributed to other factors which are not included in the study. Thus, future researchers have to look into these factors that might predict the teachers' work performance.
The finding of this study contradicts to the study of [36] , which showed that the use of an empathetic concern by kindergarten principals had a positive effect Note: **means p < 0.01 (Highly Significant) at 0.01 level. Open Journal of Social Sciences on teachers' work performance. The supervision practices of principals are indeed helpful in attaining better performance of teachers and their overall growth [41] . However, a study of [42] supported this finding and revealed a significant relationship between job security and their longevity of stay as a professional teacher in private secondary schools in Osun state. The study also showed a significant correlation between teachers' job security and their teaching work performance in schools. The very high level of teachers' satisfaction towards their school heads' supervision does not contribute to teachers' work performance; while the very high level of satisfaction on job security matters on their performance. Hence, school heads have to lessen their supervision to their teachers. This is to give their teachers the autonomy and to exercise their self-efficacy that teachers can do tasks by themselves without constant follow-up from their school heads. Teachers also have to be assured by the school administrators that they are safe and secured in their job and their future. Instead of being a concern of the teachers' performance, school heads' attention has to be focused on teachers' job security.
Faculty lounge has to be provided in schools so that school heads and teachers can talk and plan freely of their welfare in the future.
Conclusions and Recommendations
Teachers' satisfaction is crucial to their teaching performance. The teachers' very high level of job satisfaction on school heads' supervision and job security is contributory factor to their work performance. The teachers' work performance is inversely affected by the school heads' guidance and directly affected by the teachers' job security.
The study recommends that school heads minimize their supervision on their teachers' teaching performance but maximize their concern over the welfare of their teachers. School Human Resource Department officers have to include in their teacher retention strategies the prompt payment of salary, teachers' welfare packages, and the provision of essential amenities to ensure job security in public elementary schools.
